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PREDICTION OF OFFICER PERFORMANCE

BRIEF

Requirement:

To develop improved techniques ond prerequisites for 1dentifying officers who have aptitudes and
other characteristics to meet the demands for successful performance in different types of officer command
responsibility.

Procedure:

By field observation and analysis of officer MOS, the current siudy was centered on prediction of
ability to meet the psychological requirements of three types of officer assignment--technical, adminmistra.
tive, and combat. The research program consists in essence of the construction of a battery of exper:-
mental tests--the Differential Officer Battery (DOB)--ond the determination of the effectiveness of these
tests in differentially predicting officer performance in the three areas of activity, The experimental pre-
dicters have been developed through a process of shortening and refinement, in which a preliminary
battery was administered to 6500 officers and affectiveness of bottery components was determined by
analysis of responses of groups of officers representative of the three fields of assignment. A series of
situational tests in which the officer is confronted w th problems typical of service in each of three areas
was developed 1o provide the measure of officer performarce ogainst which the tests are being validated.
Analysis of the relationship batween the shortened experimental battery and criterion performance test

scores will be the final test of efforts to predict officer performance differentially according to type of
duty assignment.

Current Status of the Research Program:

Validation of the DOB is in progress. Experimental tests comprising the battery were administered
in 1961-1962 10 3500 officers entering on active duty, Current activity centers on obtoining situational
performance measures of officer effectiveness for 900 of these officers-.300 who have served in technical
assignments, 300 in administrative, and 300 in combat.

The Officer Evaluation Center (OEC) was established ot Fort McClellan as lieadquarters for perform.
once evaluation of the officers constituting the validation sample. The situational tests.-five technical,
five administrative, and five combat--have been integrated into a continuous test exercise administered at
the OEC in @ simulated MAAG setting. OEC testing has progressed through shokedown operation to
regularly scheduled testing of three six-man groups in each two-week period.

Job data and on-the-job rotings obtained o4 successive waves of DOB examinees provide the basis for
continuing selection of officers to report to the Center for situational testing.
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Initial statisiical processing of situational test data and auxiliary criterion data--branch and job
sotisfaction and intention to remain in the service--has begun on o small scale. The first differential
validity analysis will be undertaken in 1964-1965 when criterion coses in sufficient numbers have be
processed through the Center. Further anulysis will be conducted sequentiatly thereafter as data are
accumulated on sufficient numbers of officers.

Utilization of Findings:

New rersonne! monagement tools developed through this program, together with increased underst.
ing of the differing psychological requirements of different kinds of officer jobs, will permit greater .1-
crimination in the assignment of officers, particularly newly commissioned ROTC graduates serving .
year obligated term of service. Such improvement in officer assignment should lead to heightened care
satisfaction on the part of officers and, ultimately, to greater military effectiveness.
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PREDICTION OF OFFICER PERFORMANCE

OVERVIEW

Over the years, selection of officers has reflected considerations
of generalized officer potentiul in terms of mental sbility and personsl
characteristics. Progressive assignment of career ofi'icers also has to
a considerable extent reflected the 'generalist"” concept, according to
which an officer is broadly trained and capable of serving effectively
in a wide range of duty assignments. More recently, accelerated progress
in miiitary technology has brought ebout increasing diversity and com«
plexity in individual officer jobs. In a modern army, many officer
as3ignments reguire specialized capabllities, particularly in those
responsible for operation and tactical employment of the Army's modern
wespons ani communications systems.

These changes in the nature of the commissioned function have lad
to modirications in the "generalist" concept, and have raised questions
about the extent to which abilities to meet the differing psychological
demands of officer jobs vary with individual officers. Assuming that
officers differ in their potential for responsibility in different fields
of Army activity, how successfully can these differing potentiais be
predicted by psychological measures suitable for operational uses

Concern over these questions generated a DCSPER requirement for new
personnel management tools which will provide means by which more dis-
criminating assigmment of officers can be mmde and which will lead
to improved overall officer performance., Such tools are particularly
needed to guide the initial assignment of newly commissioned second
lieutenants, many of whom are ROTC graduates serving a two-year obligated
tour, after vhich they expect to return to civilian life, Most ROTC
graduates have had Genersl Military Science training in the colleges,

‘and their specialized training occurs only after their entry into service,

The Officer Prediction Task was esteblished within the U. S. Amy
Personnel Research Cffice (USAPRO) to provide the Army with improved
techniques and prereguisites for selecting officers who have aptitudes
and other characteristics to meet the differing demands of successful
performance in different kinds of assignment.

Research Approach

Research conducted prior to the inception of the Officer Prediction
Task kad shown considerable success in the development and use of tests
to select individuals who would successfully complete officer training
and perfornm vwell in military assignments. Selection programs for the




U. S. Military Acadery, the Command and General Staff College, Officer
" Candidate School, and Reserve Officer Trainiig Corps give evidence of
the technical promise of resesrch to {dentify special facets of Jjob
competence and special abilities peculiar to high level Jobs and to
develop from these findings valid predictors of successful performence,

In a strict sense, no two officer Jobs are exactly elike. But it
would be manifestly impossible to ceek differential prediction of effec-
tiveness in the 400 Military Occupational Jpecialties (M03) into which
the jobs fall., APRO research sclentists did, in fact, select ¢ 1limited
number of job types for analysis to determine whether efriciency roting:
could be useli to demarcate Job clusters which would serve ws & basis for
studies of differential prediction. The efficiency ratings of 10,000
officers were analyzed, but the evaluations failed to reflect diftference
in performance across the selected tvpes of assignment.

After extensive examination of Job descripticns for the dArmy's
officer slots, three broad aregs of duty assignment--technical, adminis-
trative, and combat--vere seleited as the basis for initisl research
planning. These three areas sppeared to differ maximally in psychole .-
requirements and to offer a basis for testing an initial minimum hypcth-
sis as to the differential predictubility of officer performance. At th
same time, the three areas, while not all-inclusive of officer jovs,
subsume large numbers of officer assignments.

The research requirement is, first, to determine whether ability t-
meet the differing psychological demands of technical, administrative o .
combat officer Jobs is predictable, and, if so, to provide psychclogical
instruments to assess--preferably before commissioning--the aolility o
individuals to meet these differing demands. In brief, the research
progran includes the following steps:

1. Development of psychalogical measures designed to be differ-
entially predictive of performance in technical, administrative, and
combat assigrments, and administration of the experimental measures to
an officer input sample.

2. Development of situational criterion measures reflecting actual
performance in technical, administrative, and combat-type duties, and
sdninistration of these tests to officers previously tested with the
experimental predictors.

3« Validity analysis of the relationships among the several pre-
dictor end criterion measures to test the minimum hypothesis thet
sbilities to meet the differing psychological requiremente of technical,
administiative, and combat officer jobs are differentially predictable,

b, Identification of predictor measures which the Army can use
operationally to assess the relative potential of newly commissioned
officers in the three brcad ureas of officer assignments.




With respect %o the criterion problem, several conslderctions led
to the decision that situational performance tests, lncorporating techni-
cal, administrative, and cambat-type duties, shoula be the primsry
criterion of the validity of the new tests as differentinl predictors.

A cogent reason for the decision was that measures of performance in alil
three Job areas were needed for each examines, On-the-«jub ratings could
be obtained only for the job area in which the rated oftf'lcer was actually
serving. Additionaslly, the situational criterion measures basedl on
standardized observation procedures could be based on unif'orm problems
for all examinees.

The situational criterion had the strong inaorsement of the Euman
Factors Subpenel of the Army Jcientific Advisory Panel. The Subpanel
favored the performance tests over ratings as being more compativie with
the requirement for development of measures to predict competence in
combat ofticer assignments. The situational criterion olferes at least
the possitility of simulating some of the stresses of wartime operations.

Criterion specifications clearly plasced unusually heavy demands
both on the research task for criterion construction and on the Army for
administrative and logistic support. Officer Evaluation Centers--at
Tirst three were planned--were projected to serve as headquarters ani
fiell setting for the situational tests, Eventuslly, the requirement
was reiuced to a single center. The CEC at Fort McClellan (Figure 1)
was activatel in 1962 with the unique mission of providing criterion
evaluations of performance of the officers comprising the sample in
vhich the experimental tests are being velidated.

During FY 1963, personnsl of the Officer Evalustion Center were
trained in administration of the situatiomal prrformance tests con-
structed and developed through field tryout. Tbe 1) test situations
representative of coabat, administrative, and technical officer ,jobs
vere integrated into a coberent sequence. Revisions and additions were
made on the basis of trial sdministretion at the oconter. The first
sample of officers started reporting to the OBC ia February 1963.
Through June 1963, officers previously tested with the DB provided
cases for shakedown cperation of the Center. Criterion testing began
in J:ly 1963 and is expectei %o continus through June 196%5.

THE EXPERIMENTAL PREDICTOR BATTERY

The predictor battery carrently ceing validated against a situa-
tional performance criterior vesulted from the following research steps:

1. Initial selectior of types of instrument end content areas to
be included as experimentn. measures. Officer MOS descriptions were
studied to determine the psychologicel requirements of various Jjobs and
the characteristic behavicrs invoived. Relevant research literature
originating both within and outside the U. S. Ammy was surveyed to
formulate rationales for the experimental predictor content. JSince




Figuwe 1, Headquarters building of the Officer Evaluatiot
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personnel about to be commissioned have already been scrceanea on general
mental abllity and generalized leadership potential, noncognitive types
of predictor materisl were given preference.

2. Test construction, including develogmunt & teot items and
problens and firming up of content through reviews ana informal tryout.

3. Selection of battery content and shortening cf compcnent tests
by analysis of results in @ large sample of officers.

Samples ln which battery content was evaluatel were selectes Trom
approximately 6500 officers to whom the battery in origintl tursc-iszy
form was administered during 1753-135%. Sud an Officer Zaalurticn
Center been operational by 19y as vriginelly planned, the cizjzrimentul
battery would have been validated against the situetional pertormance
criterion. However, when the estavlishment of the CEC waz delwyed,
decision was mrde to cbtain special on-the-job ratings of the oflicers
in the sample and to use these ratings as a yardstick ageinst which to
mexe a preliminary evaluation of battery components and itea content of
the instrument:s. Results were used as a basis for eliminating the less
effective porticns of the vattery. (Details of the data processing and
analysis are presented in Section I of the technical supplement.)

By July 1961, the entire predictor battery, shorteaed and printed
as the Differential Officer Battery (DOB), was ready for administrstion
to a new sample of officers entering active duty, and for validation
against situational criteria administered at an Officer Evaluation
Center. The shortened DOB requires two days for the paper-and-pencil
tests, plus about one hour for the Physical Skills and Stamine Tests,
and another hour for the Officer Potential Ratings which are obtained
in the seventh week of tha ufficer Orientation Course instruction at
each branch school.

Content of Bottery

Six types of predictor have been retained in the battery now undere
going validation (Figure 2):

i. B hical and 3elf-Degeription Instruments. The three
irstruments ineluded measure background, personality characteristics,
attltudes, and expressed interests,

2. Information Tests. Explicitly, these instruments test informa-
tion in various subject-matter aress. The hypothesis 1s that information
gained, particularly without formal training in a subject, reflects
interest in that area. Intormation items have proved differentially
predictive in tlie enlisted domein and in other research both in and out
of the Army. Both information specific to military tactics, logistics,
and finance, and general information--chiefly nonmilitary--are included.




INSTRUMENT

Biographical or Self-Description

Personal Date Record (PIR)
Differential Inventory, Bklt A (DI-A)
Differentisl Inventory, Bklt B (DI-B)

Information

Information Test, Bklt A (IT-A)
Information Test, Bxlt B (IT-B)
Information Test, Bklt C (IT-C)
Information Test, Bklt D (IT-D)

Social Perception

Group Avareness Test (GAT)
Individunl Understanding Test (IUT)

Command J nt
Speeded Practical Judgment Test (SPJ)
cal 8 P33

Tvo-Hand Coordination Test
Kneeling Basketball Throw
Endurence Crevl

Off{cer Potential Ratings
—f{Poer Evaluptions)

Job A, Administrative Leadership
Job B, Tactical axd Troop leadership
Job C, Technical Leadership

(DA

3397
4152
4153

4148
L1kg
4150
4151

4093
4092

3395
4079
6124)

3381 (Rev)

3318
3379
3380

ITEMS

25
212

530

5
To%3

4o

30min
1h OOmin
1nh 3Cmin

1h 15min
1h 15min
1h 15min
1h 15min

1h O0min
1h 30min

1h 30min

1h 00min

Figwe 2. The Diferentivl Officer Battery as administered te officer input, June 196).February 1963




3. Social Perception Tests. This set of tests is designed to

measure ebility to estimate opinions of others in & group (empatly) or
to perceive similarity or differences in the views and attitudes of

* individuals (assumed similarity). GStudies have shown that social per-

ception of this type is related to leadership and tangentially to group
effectiveness.

4. Command Judgment. The Speeded Practical Judgment Test uses a
moving picture film dramatizing coammand problems to measure the ability
to make sound leadership decisiofs in situations involving subordinates.
Speed and soundness of judgment have been found to be related to leader-
ship in a varlety of situations.

5. Tests of Physical Skills and Stamina. Measures of physical
proficlency have been found to predict leadership ratings of U3SMA cadets
and later efficlency ratings and Korean combat performance of USHA
graduates, as well as performance of enlisted men in Arctic maneuvers.

6. Peer Evaluations. Early ratings by associates have been found
to predict later leadership behavior in a variety of situations including
cambet. To evaluate peer ratings for differential prediction, the
ratings were obtained after the oft'icers had had seven weeks of associa-
tioi during initial branch training.

THE SITUATIONAL CRITERION TESTS

The framevork for the officer testing is a simulsted Military
Ascistance Advisory Group (MAAG) Headquarters. The MAAG setting appeared
to provide a reaschable vehicle for introduction of a variety of duty
assignments. None of the teated lieutenants will have had specific MAAG
experience; thus the environment is equally unfamiliar to all. The
lieutenants to be given the situational criterion tests are informed
that they are reporting for duty at s United States Army MAAG Headquarters
located on the outskirts of the capital city of a friendly host nation.
While avaiting reassigmment to a £ield unit, they are told they will be
called upon to perform a number of different assignments, The narrative
provides for a succession of technical and administrative assignments,
followed by eppropriate combat activity.

The basic purpose of the gsituational tests 1s to provide measures
of perfcrmance in duties representing the technical, administrative, and
combat Job areas-smeasures which will permit differential validation of
the predictors in those areas as a test of the minimum hypothecis. Tasks
were gelected to provide relisble coverage of each area, but the vhole
spectrum of activities in each area was not necessaiily represented.

Under this concept, each job sample is & mission or speciric agsigne
ment vhich in its totality is representative primarily of one of the
three areas. These representative missions, or job samples, are inte-
grated into a single exercise bound together in a realistic sequence,




Situational Test Requirements

Certain research ruquirements provided Joint and continuing guidance
throughout the development ot the situational measures:

1, J3ince all criterion examinces, reguriless of background, would
be measured in all tasks, it was necessary that all tasks be susceptiole
of performance without specialitced experience and training. Officers
having the specialized experience and training relevunt to a particular
task would, of course, be at some advantage; bubt the briclings, refcr-
ences, and other resources male available for each task woulu permit all
oftr'icers to undericke each particular problem.

2. ‘iithin each area (technical, administrative, combzt) the tuszs
chosen should involve military activities which qualifics militery con-
sultants recognize as military requirements representative of a given
area. For purposes of the experiment, and particularly in view of the
extreme economy required in support personnel, an officer being cxamine.
night be called upon at times to perform tasks which an officer wouli
normally have someone perform for him, but the task itsell shculd be a
reasongble military requirement,

3. The military activities celled for in the various tosks should
involve psycholorical behaviors or military end-proiicts uhich wure mili-
torily neaningful and characteristic of good or poor ofsicer perlarannec
in the given setting. That is, performence should be recopnizable by
qualified military consultants ac acceptable or unacceptable, capuvle of
buing observed, and capable of being objectively recorded or gunalitntively
evaluated,

The Scenarios for the Individual Tests

In preparing tests for each aree, the first step was to comnalt the
appropriate sources=--officers who were experts in their particular ficld,
as well as relevant publications. An overall outlinc of intenied tes
coverage of each area was then sliciched out. Short statements of poten-
tial Job-sample tests were formulated and then expanded into two-pope
test summaries. The test summaries were reviewed by usubject-matte.
experts, and the more promising were selected Aand revised for further
development, For each summary oo selected, the military-psychologienl
factors to be measured were identified. In consultatisn with subjoet-
matter experts, the selected test summaries were expanded Lnto drot't
scenarios of test dction,

Completing the Scenarios in the Field

The draft scenarios were subjected to tryout administration, during
vhich further development and revisions were accomplished. This phuse
vas completed by the middle of 1953. During the next two yewrs, the




scenario for each test was incorporated into a full manual which included
complete background, faclilities, personnel end time requirements, instruc-
tions for administration, end all scoring decuments r.eded to administer
the tests either as a single problem or as part of an integrated series

of problens.

Bach situational test was then taken to the appropriate branch school
(Figure 3) for technical review by subject-matter experts of the school
feculty, ond dry-run administration. Further revisions were made as
necessary, and the revised manuals were reprinted for use in the situa-
tional criterion testing. Finel reifincments in each test were worized out
during initial implementation of the Differential Officer Perfcrmonce
Battery (DOPB) at the U. S. Army Officer Evaluation Center.

TECHNICAL AND .:DMINISTRATIVE TEST3

U. 3. Army Engineer School Fort Belvoir, Virginis
1 U. 3. Armyr Ordnance School Aberdeen Proving Ground, Maryland
U, 3. Army Quartermaster School Fort lLee, Virginia

U. 3. Army Signal School Fort Monmouth, New Jersey
fUs 3. Army Transportation School Fort Eustis, Virginia !
The Adjutant General's School, Fort Benjauin Harrison, Indiana

U. 3. Ay

COMBAT TESTS
Ue 5. Ay Infantry School Fort Benning, Georgie

Figure 3. Army service schools participating in development of situationo! criterien
pettormonce tests
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THE OFFICER EVALUATION CENTER

The Officer Evaluation Center (JEC) was established as a class II
activity of The Adjutant General (TAG) 1 March 1962, with station at
Fort McClellan, Alabamy. When the Army reorgenization resulted in the
activation of the Office of Personnel Operations (OPO) 1 July 1662, the
EC vas made a class II activity of OPO2/. Within OP0O, the CEC became a
responsibility of the Executive for Career Planning, Officer Personnel
Directorate. The table of distribution provides fur L7 officers and 4l
enlisted men.

In May 1962, the first of the commissioned staff vere -n duty at
Fort McClellan to take up the work of funding, munning, and equirping
the center, retining cost estimates, and arranging for building mcdifica-
tions and logistical support from Fort icClellan. The cammandiing officer
and the first of Lis commissioned staff to become available were briefed
at the U. S. Army Personnel Research Office (USAPKQ) in Vashington befors
Proceeding to Fort McClellan. The briefings covered the officer predic-
tion research in general, basic concepts of psychological nmeasureument,
and plans for the CEC Lo administer the situational criterion exercise.
USAPRO personnel then accompanied the (EC offizers to Fort MeClellan t.
orient UEC personnel in the administration of the sicvuational tests of
the Differential Officer Performance Battery. At the end of 1362, an
AFRO research psychologist was recruited specifically to be the Officer
Prediction Task psychologist in residence at the (EC.

The AFRO research psychologists who had "authored" the tests proviac:
the GEC commissioned staff with detailed orientation on the administrebi.
and recording of each test (Figure 4). Officers in charge of teutiny
teans then gave detalled instructions to their enlisted tewm member:,
vith the test authors present for continuing guidance. During thic pghe e
of the testing process, exaninee roles were played by CEC stefs nmemur -« .
Examiner roles were rotated to provide cross training. At rirst, econ
situational test was conducted separately, testing a single exuninee.
Oradually, integration of the tests into & MAAG narrative wac underteken,
and two ¢r three examinees verw tested simultaneously. By the end of
Septenbor 1962, related tests vere being administered to ulx examinces
similtaneously-=the intended peattern of Center operation. lienr the uni
of 1962, s total of 12 tests was first administered in scquence In an
integrated MAAG narrative, lLieutenants made available by kort lfeClellan
activities vere introduced as trial examinees--first singly and finally
in pilot groups of six examinees at a time., The CEC was now ready to
begin shakedown operation--svaluating the first groups of lieutenanto
previously tested with the D:ercgential Officer Battery of experimental
predictor tests (Figures %, 6, 7,.

/ DA General Orders No. 10, dated 26 February 1762,
DA Ge

I
2/

neral Orders No. 35, duted 19 June 1962.




Figwe 4. Colens! John M. L' xon, lnfontry, Commanding Offi¢
APRO siotf




cer Evaivation Center, going over test procedures with OEC and




Figure 5. Officer examinee at the Officer Evaluation Cent
Commanding Officer has assighed to him




o his enlisted subordinotes the combat mission which the




Figwe 6. Field bunker used by officer examinees in situ




formance test exercise af the Officer Evaluation Center




Figure 7. OHicers and NCO's of the Officer Evelu




st staff in one of the field bunkers




While this team treining was in progress, Officer Prediction Task
psychologists (the test asuthors)--in consmltation with thke various test-
ing officers and the OEC commander and his operations ctarf--were taking
advantage of the experience of actual conduct of the terts to introduce
modifications and refinements in tesi content, in the scoring, sni in
the MAAG narrative.

OEC Shakedown Operation

The first group of six lieutenanits previously tested witk the LOB
performed the CEC exercise in Februar, 1963. Scheduling is in twa-week
cycles, with two groups entering one week and one group the next. The
selected lieutenants recch the QEC after 13 months of sctive duty. They
are selected, to the maximum extent possible, so that each six-man group
includes two with technical background, two with administrative back-
ground, and two with a background of cambat assignment.

Shakedown operation of the CEC, with iieutenants as exanminees,
occupled the first half of 1963. During this period als>, as a result
of the deternination that there was insufrficien* technical coverage in
the Differential Performance Battery, three new technical measures were
acveloped, tried out, and ihtroduced intc the total MAAG exercise,
Finally, in crder to obtain auxiliary criterion .nformation (branch and
Job satisfaction and strength of cereer intention), the Officer Assign-
nent Questionnaire was introduced for administration to each lieutenant
upon arrival at the CEC. Except for the completely new technical tests,
nost data collected during this perlod could be regarded as validation
data. By July 1963, all measures were in final form and testing with
the complete DOFB commeanced for the record.

THE VALIDATION SAMPLE

The overall schems for validation of the Diflerential Officer Battery,
using a second sample of officers antering active duty, is essentially
that origirally intended for the 1958-1959 wample. UOfficers entering
active duty vere given the prodictor battery at their branch schools
before beg.aning their Officer Orientation Course. From June 1961
through Felirusiy 1963, the shortened DXB was sdainistered to nearly 3570
selected officers entering active duty in nine branches (Figure 8).
Officers tented at the bransh schools vere for the most part those having
CONUS assigrment, preferably in the Southeastern part of the United States,
in order to minimize travel distance to the (BC. However, exclusion of
all overseas assignees was not possible in the case of Ordnence Corps and
Quarteraaster Corps officers. The August 1962 orientation classes of
Regular Army officers, both U. 8. Military Academy graduates and ROIC
Distinguished Military Graduates, were inciuded in the testing. After
about 18 months of active duty, officers selected primarily on the bacis
of duty assignment are assigned to the (EC to go through the situational
performance exercise,
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Breanch School No. of Examinees

Infantry (Benning) 398
Armor (Knox) 37
Artillery (Sill and Bliss) 396
Zngineer (Belvoir) 2717
B4gnal (Monmouth and Cerdon) 208
Ordnance (Aberdeen)® 991
Quartermaster (Lee)® 526
Adjutant General (Benjamin Herrison) 185
Finance (Benjamin Harrison) 111

TOTAL 3463
®Some overseas sssignees tested in Ordnance and Quartermaster Corps

Figure 3. Selected newly commissioned officers tested with Differentiol Officer
Battery June 1961--February 1963

As with the earlier sample of predictor examinees, punched-card
decks obtained on & regular basis from The Adjutant General's Office
show current organizatiocmal address of all lieutenants who took the DOB
during 1961 and 1962, Beginning in the latter part of 1962, inquiries
have been mailed to ficld organizations of successive waves of DOB
examinees. The organirations are asked to provide descriptions of the
Job duties of the officers in question and ratings of their duty pere
formance, Performance ratings chtained from each officer's immediate
supervisor, an additional supirior, and two close sssociates will permit
comparison of rating oriteria of this kind with the situational criterion
cbtained at she (EC. Duty desoriptions obtained fram all raters and from
the offioer himself provide the basis for selection of officers to go to
Yort MeClellan to receive situatiomal criterion measurement aend also for
deternination of retee samplcs for analysis. Thus, the rating criterion
is obtained on all DOB examinees vhether or not they are selected for
QEC evnluantion,

A criterion evaluation sample of 900--~300 each with technical,
adninistrative, and eambat command background--is considered minimal.
Becayse the input rate of exar .ee¢ lieutenants to' the CGEC 15 lowér than
ant..ipat2d (420 rather than 600 per year), and because of delay in
veginning CEC operation, the existing exmminve pool of two-ycar reservists




vill leave a:tive duty before the necessary number can receive situatiomal
ceriterion measurement. In order to provide the requisite pool for eri-
terion meusurement at the Center during the first half of 1965, additional
officers ertoring active duty during 1964 will be given the IGB. Current
plans call for vre Officer Evaluation Center to operate through June 1965.
Throughout this period, Jjob-duty information and performance ratings will
be obtained by mail on successive waves of DOB examinees, end selection

of DCOB tested officers to receive orders to the Center will continue.

CURRFENT $15 TUS OF THE PROGRAM

To sumnrize, in tne first quarter of calendar year l:0L, procress or
Of{icer Prediction research stands as follows:

1. The Differential Officer Battery of experimental tests has been -
developed through successive--and sametimes repeated--stages of planning, *
construction, & priori refinement, experimental administration to 6530
officers, analysis of content egainst the criterion of rated officer
performance, selection of content based on results of the analysis, and
organization into appropriate form for administration, together with the
necessary auxiliary testing materials.

2. .he experimental Differential Cfficer Battery, in revised and
shostened u'orm, has been administered to a second sample of 3500 incoming
officers from which samples of officers performing primarily in technical,
aiministrative, and combat assignments are selected. In the selected
sample, predictor scores will be analyzed in relation to situational per-
formance criteria to deteraine the differential predictability of techni-
cal, administrative, and cumbat officer performmnce., Additional testing
of incoming officers is s-heduled as & means of insuring a sufficien’
number of DOB tested officers with a year or more of experience to cam-
Plete the criterion sample. Duty descriptions and Job performance ratings
are obtained on the DUB examinse sample. The Job description information
serves as a basis for selactin officers for the situatiocnal eriterion
sample.

3. Situational tests to constisuta the Differential Officer Per-
formance Battery have been devised to measure officer performance in
representative situations oocurring or expected to ocev. in officer Jobs.
Through repeated reviev, tryout, and field testing, the test situations
bave been forged into the present officer performance exercise, consist-
ing of rive technical situstions, five administrative situations, and
five combat situations.

ks The Officer Evaluation Center has been established at Fort
McClellan, Alabuma for t¢he purpose of administering the situational
criterion tests to officers in the differential validation sample.
During the early months of the Center's existence, activity focused on
integrsting the situationel performance tests into a continucus exercise
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%aking place in a uimulated MAAG getting. Shakedown runs havc deen oome
Pleted in vhich the entire evaluation exercise wus administered to groups
of officers previously tested with the DCB.

5. Cfficers of the "for the record" validation sample are nov being
tested, three sixemsn groups in each two-week period. Ongoing procedures
continue for obtaining job-duty informetion and performance ratings by
mail on successive vwaves of DOB examinees from vhom officers are selected
to go through the situatioaal test exercise at the Center.

6. Statistical processing of situational test data and auxiliary
criteérion duta has been initiated.

7. Preparatory to differential validity analysis of predictors,
considerable statistical processing and analysis of the data need to be
accamplished. Analysis of predictors in the initial rated officer sample
(1958-1959) was directed toward identifying the more valid content of the
predictors assembled for tryout. Further analysis of these data has been
undertaken to organize officer responses into scores which will be
psychologically meaningful for afficer career orientation. 3Specifically,
gsubscores, or keys, for the self-description and interest questionnaires
representing recognized psychological dimensions have to be developed on
the basis of results with the 1961-1962 sample. Job-oriented keys
derived empirically on the 1958-1959 sample are already available.

Coordination is in progress for collection of data used operation-
ally in ROTC selection and branch and duty assignment of the two-year
reservists who took the DOB., This information consists primarily of
records obtained from ROIC sourdes, and includes the score cbtained by
each officer on the ROIC Qualifying Examimation (RQ), his college major
and grede-point avernge in his college courses, his stated preference
for brench assigmens, and siallar background information. In adiition,
undergraduate data and branch preferences are cbtained for the Regular
Ay offioers in the sample, ingluding both U, S. Military Academy
greduates ad Distinguished Milisary Greduates of the ROTC progren.

PROJECTED VALIDITY ANALYSIS

The tcohnical, administretive, and cambatetype performance scores
ashisved by 900 lisuvtesants at the Officer Bwaluation Center constitute
the principal eriterion for testing the "minimmm hypothesis" of this
ressaroh--namely, that abilities to meet the Aiffering psychological
requiremsnts of techaionl, administrative, and combat-type officer jobs
are differentially predictadble.

For all 900 officers selected, there vill be situational criterion
scores in technical, administrative, and combat-type performance, plus
auxiliary criterion msasures of branch and job satirsfaction and strength
of career intention. 1In addition, information on whetber the officer
elected to remain in service--or wvas retained-~vill become available for
the two-year ressrve offizers in the total sample as their terms of
cbligated service expire.




The first differential validity analysis will b2 undertaken in
1964-1965 based on criterion cases processed by a cut-off date (to be
establisbhed). Further validity analysis will be coniucted sequentially
thereafter as data are collected on sufficient numbers of officers. T1be
validity analysis will follow two main currents. The primary test of
the differentia) predictability of performance in three msjor types of
officer assigmment will center in the (EC sample of 330 officers. The
pPrimary questions to be answered by this analysis will be:

1. Does the experimental measure or set of messures developed (in
the 19581959 sample) to predict successful performance in a given job
area have higher validity for that area than for other areas:

2. Does it have higher validity for that erea than do measures
developed to predict success in other areas?

Affirmative answers will indicate that differential preaiction is
occurring. Relative success of the experimental predictors will con-
stitute a basis for selection and refinement of measures for operational
use. This objective will be pursued through analysis of lesser come-
ponents of predictor scores--even officer responses to inaividual items
in the tests, If necessary--against the situational performance criteria.

There is a further question--and one vital to the contribution of
the research to officer career management: uUoes the experimental pre-
dictor improve on the selectors now in operstional use, or, if used in
combination with the operational selectors, does it add to the effective-
ness of selection procedures? An affirmative answer to this question
will indicate a potential gain to the Army over the personnel managenent
tools now available,

Also in the (OBC sample, the validity of the predictors will bve
exanined against auxiliary criterion measures of branch and job satis-
faction and strength of oareer intention to determine vwhether means
exist for placing nevly commissioned off'icers in branch and job assign-
ments vhich will enhance their feelings of satisfaction and their dis-
position to become career officers. rFimlly, the inter-relationships of
the situatiocnal criterion scores, the suxiliary criteries, and job pere
formance ratings cbvtained vy mail vill be examined,

In the larger group for vhom ratings are obtained by mail, the three
types of predictor (operstional data, job-orientel DOB subscores, and
subject-matter DOE subscores) will be validated by & similar differential
analysis. The sample will be broken down into subgroups matching those
analyzed in the 1958-19%9 examinee sample. Since these subsamples repre-
sent a more refined breakout of officer jobs than do the three broad
categories of CEC examinees, favorable outcome of analysis in these
groups may permit the selection of predictor ccntent for operationsl use
over a fairly wide range of officer job types.
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PROJECTED IMPLEMENTATION OF DOR MEASURES FOR OPERATIONAL USE

The action agency for oxnuua? DCSYER personnel policy is the
Office of Personzmel Qperations (OPQ). Implementation of officer career
palicies 1s under direction of the Executive for Career Planning,
Qfticer Personnel Directorate, who also haa cammand responsibility for
the QBC. As expresaed by the Executive for Career Planning, the most
tmmediate interest is in personnel management tools applicable to ROTC
graduates in General Military Science, who serve a two=year ohligated
tour. Psychiological measures would be appropriately administered before
the senior year of college--probably during ROTC summer camp, when peer
or other evaluations are currently cbtained for later consideration in
career orientation. Scores would then be available to personnel action
agencies for duty assignment of all ROIC men serving the two-year obli-
gated tour and for guidance in branch assigmment of the General Military
Science students. Scores would also be helpful in guiding initial
assignment of Distinguished Military Graduates of ROTC cammissioned as
RA officers. Scores on differentislly predictive measures could also
be made avallable to the ROIC student for purposes of self-analysis end
giidance in deciding on his branch preference.

For other incoming officers, profiles of differential scores would
be useful in identifying those m st likely to succeed in specialized
areas of assignment, as well as those matching the generalist concept
of "all-rcund” competence.

Improvement in officer utilization through successful differential
prediction should lead to improved military effectiveness, officer
norale, branch and job satisfaction, career attractiveness, and retention
rste. Through analysis of the several predictor-criterion relationships,
there should also be an increased understanding of the differing psycho-
logical requirements of different kinds of officer jobs,
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DEVELOPMENT OF PREDICTOR AND CRITERION MEASURES AND PROJECTED
STATISTICAL ANALYSIS

TECHNICAL SUPPLEMENT

)
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TECHNICAL SUPPLEMENT

SECTION 1. DEVELOPMENT OF THE DIFFERENTIAL CFFICER BATTERY (DOB)

CONTENT OF INITIAL BATTERY

Frow October 1555, when officer prediction research began, toc July
1757, attention centered on development of the experimental predictor
tattery. The iritial set of experimental measures, termed the Differen-
tial Officer Leadership Battery (DOL), was designed to reflect both
officer characteristics which differ in importance in different officer
Job areas, ard officer claracteristics associated with officer Job success
in gereral.

Self-Description lastruments

Personal cata Record §P'I‘ 222’“. The instrument contains 55 itemns,
Zu rerlectin - soclo-econamic status and 25 reflecting preferences for
school satjects and school achievement.

socbat self-Description Blmkg COMBIB-~1 ‘P’l‘ @2%. The instrument
contains 2.0 ltems vari ormatl measuring aggressiveness, individual-

ism, emotioral and social spontanecusness, and various work interesis.
Ccontent was selected on the basis of previous resea: h to identify effec-
tive combat leaders,

Officer Leader elf-Degcription B DOLBIB-1 (PT l). This
selfedeseription con yes=no - ce items reflecting
leadersl.lp, Army adjustment, suitability for, and interest in, technical,
adninistrative, or combat-type jobs, and specific interests in ten job
areas ;;reviounly delineated for the officer MOS analysis (referred to on
page 2).

Information Tests
Explicitly, these instruments test the individual's information in
variouds subject-matter areas, on the hypothesis that information reflects

lnterest in those areas.

Tactics Test, TT-1 (PT 1). The booklet contains 11 items on
combat tactics.
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logistics Test érechniulzl LoG(T) -1 (PT 3220). The vooklet contains
107 items ca Tee ervices vare (or ¢ an materiel closely

related thereto).

Logistics Test (Suppl L0G(s)-1 (PT 3219). The booxlet contains
120 items on supply and warehousing.

Financial Management Test, Fli-l !PT ’5222}. The beorlet contains
122 items on market transactiops, accounting arnd auditing, und business
practice.

General Information Test, GIT, Booklets A through ¥ (F: 227t throwh
281!. The booklets contain, in all, items covering world arfairs,
mechanics, outdoor activities, science, sports, aestheoties, wathomaties,
recreation, social welfare, and miscellaneous areas.

Sociul Perception Tests

Group Awareness Test, Form A (PT 7400) and Form B (Il 3hul). This
test is an empathy measure, in which the examinee uses a ®-step scale to
estimate the percentages of NCO's, enlisted recruits, and rewly coradssroncd
ROTC officers agreeing with each statement. Each form consiuls o1 .
statements. ‘The forms, presented as the Guneral Opinion Survey, wers
administered to approximately 400 NCO's, LOO enlisted recruits, and Lud
nevwly cormissioned ROTC officers, and the percentage of cach group uctiul-
ly agreeing with each statement was determined. For each ltem, the ux-
aminee's score is the number of scale steps his answer departs from the
correct answer determined by actual percentsges in the normative groups.

Indivi Undexs Test, Form A (PT 2) and Form B (PT 3hok).
This test is ar ass [ Y measur's. examinee uses a H-step
soale to report his own agreement or disagreement with each statemcnt,
On a second answer sheet, he uses the same scale to estimate the rcsponses
of the "most promising” future officer (not identified) in hic ROTC
Jlass. On a third ansver sbheet, he estimates the responses of the "least
promising” future officer, For each item, the examinee receives three
soores: (1) the number of scale steps separating his own response from
that vhich he estimated for the "most promieing" officer, (2) the nwiver
of steps separating his own response from that which he estimated for the
"least promising" officer, and (3) the number of scale steps separsting
his estimated response for the "most" and "least" promising officers.

Tost of Command Judgment

The DAL Battery contains one test designed to measure the examinee'g
ability tc mmke aound leadership decisions in situations involving sub-
ordinates.

Speeded Practical J?ad%nt Teat (PT 3305). A p-.vie film adapted
from training materials develo by the an Resources Research Office,
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dramatizes ten problem situations--there is an initial practice situation.
When the dramatized sequence reaches the pecint requiring the commander's
decisgion, the dramatic action stops and four possible sclutions are pre-
sented on the sound track. The examinee uses a L-step scale to evaluate
each solution independently, under conditions of closely lirited time.

Tests of Physicol Skills ond S$tamina

The manual for the original set of Tests of Fhysical skzills and
Stamine (PS5-2) (PT 3410) provided for six measures:

1. 150-yard Shuttle Run

2. HKneeling Basketball Throw
3. Vartical Jump

L. Pull-ups

5. U0-yard Endurance Crawl

6. Two-hand Coordination Test (DA PRT 2617). This test requires
rapid striking of styli into irregularly arranged half-inch circles,
alternating single strikes between left hand and right hand.

Peer Evaluotions

The DOL Battery includes peer ratings as experimental diflerential
predictors, evaluations being obtained after seven weeks of association
during initial brench training. 4 booklet, Directions for Accamplishing
the Officer Performance Rating Scale (PT 3381), provides a 5 step scale
for evaluating associates on three separate forms:

Job A, Administrative Leadership (PT 3378)
Job B, Tactical and Troop Leadership (PT 3379)
Job C, Technical Leadership (PT 3380)

REFINEMENT AND SHORTENING OF THE BATTERY

The initial battery required three days for sdministration of the
paper-and-pencil tests and an additional half day for sdministering the
physical proficiency test and gathering other information. In this fomm,
the battery was administered to an input officer sample of 6500 on whom
Job rating criteria sccomplished specifically for officer prediction ree
search were 'ater obtained. Administration to the incoming officers was
originally iatended to provide the sample in which the differential




validity of the instruments would be tested against officer performance
on the situationel tests. All officers, RA and non-RA, gradustes of the
U. S. Military Academy, and Distinguished Military Graduates of ROIC,
entering active duty through eleven oranch schvols from Japuary 1558
through June 1959 constituted the sample (Table 1). According to the
{ntended schedule, one or more Officer Evaluation Centers, each manned by
some 50 or more military personnel, would bc cstablished to begin situa-
tional testing in July 1959. Somewhat in advance of that date, 1t became
clear that no such facilities could be made available. In order tc use
to best advantage the date already ccllected, APRO quickly formulsted
plass to obtain special on-the-jJob criterion ratings of as many as possi-
ble of the 6500 examinees to provide an externsl yardstick as a busis for
shortening the predictor battery. The Fuman Factors 3Sub-panel of the Army
Scientific Advisory Panel reluctantly indorsed the proposal while still
urging that the validation ultimately include the situationa. pertormance
criteria.

Table 1

NEWLY COMMISSIONED QFFICERS TESTED
WITE DIFFERENTIAL OFFICER LEADERSHIP BATTERY,
JAIUARY 1958 to JULY 1959, BY BRANCH 3CHOOL

Branch School No. of Examinees

Infantry (Benning) 1,11
Armor (Knox) 579
Artillery (S111 and Bliss) 1,802
Engineer (Belvoir) ko7
Jignal (Mommouth) ch2 |
Ordnance (Aberdeen) 561
Transportation Corps (Eustis) b3
Quartermaster (Lee) m
Adjutant General (Benjamin Harrison) 2ko
Finance (Bunjamin Harrison) B(

TOTAL 6,502
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Analysis of battery content was pericrmed in two prase.: an intertal
anatysis of inforuation test iteme, botl: ceneral and ir speeiric nilitary
Job areas, on the bazis of responses of 5.3 officers exanired carly ir the
predictor data colleclion period; and a validity study ol tcst contant
agai st on-job ratings in samples talen from the total gro-., of T7-i0
officers. Through these analyses, tlco ba'-ery was pared t> =i paint
where only %wo days and two hours werc rog.irel for predictor lae
collection.

~ Preliminary Analysis of Information Test Content

On the basis of the responses of the 550 nfficers, aralysis .I tle
information test items was performed ix order to cluster tle itcns ard
provide subscores representative of the subject-matter wrcas includcd in
the G4l items of the General Information Test and ir the speciric nlliter.
sibject-natter tests.

For the specific information tests--Tactics, Logistlcs (Techrical),
Logistics (cupply), and Financial Managerente--each item it & civer teos
was biserially correlated with total score on each of tke four testis und
also with total score on the 64l general information iters. Ior an it
to be selected for the refined subscore in a tesi, the biserial cocfii-
clent of correlation with the test in which the item occurred vas reg.ircl
to be of suitable magnitude and also to exceed its blserial coefriciiut
correlation with any of the¢ other three tests involved. Ilusidic are
shown in Table 2.

Tahle 2

EFFECT OF SHORTENING THE FOUR SPECIFIC IIFORMATION LKL
BY TITERNAL CONGSLOTENCY ANALYCIS

Humber of Items
Items selccted

Original in preliminary
Hame of Test Test analygis
Tactics 115 61
Logistics (Technical) 107 63
Logistica (3vpply) 120 57
Financial Management 122 w7
TOTAL L6k 261
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SJdutler anelrels of @l 1nformation test items was esndectel
by correlating eac:. of the items with each of the originmell; eme
ceived subscorcs incluaing the subscore 1n wich the item ocowrred. Sube
sequently, iie clusters ware tvice revisa. ca s basis of review, so that
the finel s<i of subscores were nol Jderived with complete dependsmee on
the statisties. The elfect of there steps for the general information
iters 1s show: in .ahle 3.

Tabie 3

EFTRTL OF SECRIENINS 16 GENERAL ILFCRMATION JU57ES:D .

BY LITERIAL COLSISTEICY ANALYSIC

lLiumber ol Itens

Item: selueted

Criginal in prelininavy

Jubge.. ~atter Area Test alalysis
Urganized sports Lé “l
Jature Jports 22 L
Fuxrr Tacts 3L 23
Biolcogy and ledicine 31 g
Psychoiogy and Psychiatry d w
Nectanical InTormation X i
Physics 27 21
Chenistry 26 22
History and Fhilosophy of Scienoce x 16
Mathematios v2 36
Ganes 22 15
art 26 7
Masie 26 1y
Entertainrent 24 18
Literatur: 4 o
World Affa‘rs and Politias b14 3
Soaio=Egononic Yacts 38 19
Quantitative Miscellany 21 8
Non<Quantitative [scellany Iy 13

TOTAL 6l 403.




The Reting Critevion

Specisl instruments were devieced for the rating criterion, including
s special scule of officer performance (Figure 9). Beginning early in
1960, sbout 18 months after predictor testing, duty performance ratings
were obtained by mail from each officer's irmediate supervisor, an addi-
tional superior, and two close associates. The officer and all kis raters
were asked to describe the ratee's actual duties tc provide a basis for
determination of analysis samples. Tuble 4 shows rater intercorrelation
coeificients for all hard-cure technical, sdministrative, and combat
corruand casges with four reters. On the basis of this inter-rater agree-
m:nt, it vas estimated that the reliability coefficient of a four-rater
average was approximately .73, of a three-rater average approximately .67.
At least three ratings were required for a case to be included in the
sanples. R

Jince promotion to first lieutenant normally occurs upcn coumpletion
of 18 months of duty as a second lieutenant, the relationship between cri-
terion score and monihs of active duty was examined, separately for first
and sccond lieutenants, for all hard-core technical, adminisirative, and hd
cobat officers feor whom months ol active duty infor.ation was available.
The resulte shown in Table 5 indiecate independence of criterion scores
frow leiygth of active duty in the case ol first lieutenants; but for the
smaller nuaber of second lleutenants (averaging ovexr 138 months of active
duty) criteriun scores were found to average lower and to correlate nege-
tively with nurber of months of service,

The Analysis Subsamples

From descripiions of the duties the officers were performing, sub-
sanples consisting of technical, sdministrative, and combat exaninecs
were constituted, based on strictly circumscribed concepts of the duties
included :n each area of assigament, The hardecore technical sample was
limited to officers with assignments as technica’ experts direciing tie
installation, operation, maintenance, and repeir of materiel or hardware
equipment, elcher electronic or mechanical and eleciric. liard-core ai~
ministrative cases wore officers assigned to nonmateriel aupport ranagrs-
ment, including general sdministration, staff courdiration, and super-
vision of personnel, finance, and records activities., The hardecore
conbat sample c-nsisted of officers in corzand of tactical troops usiig
infantry or armnr weapons, including comand of trainees in Basic “ombat
Trainin, and Advenced Individual Training. Five additional sarmples were
formed to represent (fficer assignment in artillery cormand, combat
staff, logistizs (supply), logistics (technical), and logistics (gencrms).
The srtillery comnand and combat staff groups were considered as supples
mentery combat samples; the logist.cs (aupply) and logistics (gcneral) es
supplementary sdministrative samples; and the logistics (technical) as &
supplementary technical sample. USarple sizes and deseriptive criterion
data for all hard-corce and supplemcutary samgles are shown in iable 4.
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OFFICER PERFORNANCE SCALE

WHAT IS YOUR OVER-ALL JUDGMENT
OF THE RATED OFFICER'S PERFORMANCE OF THIS DUTY?

The VERY BEST TYPE OF OFFICER PERFORMANCE--an inspiring example to all.
T trust him completely, in this assigmmert, to know what is to be done
and to see that it is done, in any circumstance. His performance of
7 this duty is far adbove the requirements of his situation, suggesting the

bighest kind of formal recognition through meritarious award, decora-
tion, or accelerated advancemert in grade. This type of officer 1is
ideal for important duty in this kind of assigmment.

) G F OF R P
more than his own veisht 1:1 this tuimnt. Hi: perromnce of this
6 duty is markedly above the requirements >f his situation, suggesting

formal recognition through off-schedule preparstion of a special (favor-
able] efficiency report, or through letter of cammendation or of appre-
ciation.

VERY GOOD OFFICER PERFORMANCE. He has more than enough of what it takes
to succesd in this assigoment assigoment. His performance of this duty is somevhat
5 sbove the requirements of his situation, suggesting informal recognition
specg?ic favorable cament (for exaample, in his regular effi-
ciency report), and through {nformal appreciation or cammendation,

Q00D OFFICER PERFORM/NCE--the backbone of the officer corps. He has
vhat It takes to succeed in thu assignment. His performance of this
duty e iwlly to the aments of his situation, suggesting gen-

orel sppreciat on (perhape lolt wnexpressed).

{ Fﬂ « Be dossn't quite hive what it takes to
!53%4 ¢ assigment, t special help, His performance of

3 this Gw is to repents of his situation, though
ve action through informal
m-uhum fer TToper supervision, or
h ¢ of duty assi t vithin the orzanization.

,% Oﬁﬁ m&. e bas very little of what it takes to

mem 8 assipment. His performance of this duty ise -_rk_a_%g

. __% ts of his situation, suggesting formsl corrective
-schiedule preparetica of a special {unfavorable) effi-

oncy repaort, through administyative admonition, letter of reprimand,
or sumAry court, ur throush transfer out of the organization.

The WORST TYFE OF OFFICER PERFOMMANCE--a total threat to the mission.
T{thar he doesn't knov his job, or Eemnotorvﬂlnotporfmitu
/ required. EHis performance of thn duty is far below the anents of
his situstion, suggesting the most drastic kind of formal cmoct ve
action through reclassification, demotion, general court, or boerdin:
Zat of the frmy.

Fiqure 7 Officer perforn ance scale on which criterion ratings were obtoined for analysis of
content of preiiminary predictor bottery




Table &

INTERCORRELATION COEFFICIENTS AMONG RATINGS, BY TYPE OF RATER
AND AVERAGE RATING BY FOUR RATERS, IN HARD-CORE JOB SAMFLES

(i1 = 627)

Other First Aecond Ave, of

lTeater 3up Assoc Assoc Four
Immediate Superior L7 L1 b A
. a

Other Juperior -39 37 ¥l
r} 3 a

First Associate 29 STh
a

Second Associate Al

.Pan-whule relationship.
Table 5

MEADTS, STASNDARD DEVIATIONS, AND CORRELATION COEFFICIENTS
OF CRITERYIOHN CORES AND MONTHS ON ACTIVE DUTY, B!
GRALE, IN HARD-CORE JUB SAMFLES

Criterion Montho on Duty
Gradc Iy Meon 8.D. Mean 8.9. r
lst Lts 785 5.22 0.60 20.9 2.) =01
2d Lty 163 L3 0.20 20.2 5.0 - 27
[OTAL e 5,07 0.65 20.7 2,0 2
- 31 - .




Table 6 )

MEANTS AND STANDARD DEVIATIONS OF CRITERION SCORES FOR
THREE HARD-CURE AND FIVE 3SUPPLEMENTARY RATING CRITERION SAMPLES

. Sample N Meam D
Hard-core

Combet Command {Inf end Armor) 433 5.09 0.77

Adnins strative (Pure Desk Work) ko1 5.19 0.70

Technical Hardware (High Level) 1hg 5.42 0.72
Supplementary

Artillery Cormand (Fa) 178 5.03 0.80

Combat 3taff {3-2 or 3-3) 1%2 5.09 0.71

Logistics (Supply) 161 5.15 0.73

Logistics (Technical) 17k 5,14 0.73

Logistics (General) 120 5.27 0.77

The supplementary samiles reflected broader and more inclusive con-
cepts of those areas than did the three hard-core samples. Also, the
distinction between technical and administrative arcas emphasized the
hardvare aspect of the techrical criterion area, and was not symonymous
with the distinction between Technical and Adminisgtrative Uervices as
connoted by the Army appellation. For example, the Luartermaster Corps
and Transportation Corps are Army Tcchnical Services, but in the present
rescarch Quartermaster and Transportation Corps-type activities have becn
ineluded in the broader (non-hard-cnre) concept of the admlnistrative
area.

Item Data Analysis and Test Revision

Self-Description Messures. -All three self-description instruments
were ifem-analyzed, The Personal Dats Record, which is relatively short
(55 items) and takes only 30 mirmtes to administer, was not revised.
However, the number of high and low criterion cases in each of the eight




subsamples responding to each option of each item was recorded to provide
rieans for later development of empirical subscores. For both the Combat
Self-Description Blank and the Officer Leader Self<Description Blank, each
option of each item was biserially correlated with the rating criterion.
Item analysis for the COMBIB was conducted in the tlree hard-core samples
and in the artillery cormandi and corbat stuff supplementary samples.

Iten anaelysis of the DOLEIB was conducted in all eight samples. In both
instances, the general practice was tc retain any item ghowing eppreciable
criterion relationship in any sample. By this means, the COMBIB iras
shortened from 298 to 212 items, the DOLBIB from 480 to 330 items. These
measures became the Differential Inventory, Booklets A and B, respecthively.

Information Tests. In the case of the information tests, items were

biserially correlated with the criteriom in all eight samples. For the Ve
four tests of specific military infurmation, means, standard deviations, * 4
and criterion correlation coefficients in the three hard-core samples *

were computed for each subscore as established in the preliminary content

analysis and also for the remaining items in each test booklet. 3Sequen-

tial test selection was conducted to identify the best three-test cam- R ’
bination. Results shown in Table 7 did not reflect partiaularly high -
validity. It was therefore decided to select the best 50 items from each
speciric irrormation test. In the case of the General Information Test,
items were selected at large from the 64k items. Any item showing ap-
preciable criterion relationship in any of the eight samples was retained.
For the cluster subscores representing subject-matter areas, average item
validity biseriel coefficients and p-values in the three hard-core

sanplec are shown in Table 8., Results of shortening the information tests
by lten validity analysis are shown in lables 9 and 10. The shortened
irforration tests were printed as four 150-item tooklets. The first third
o' each booklet consists of the set of items chosen froam one of the
specific information tests, and the remaining two-thirds cover general
information areas.

Jocial Perception Measures. Item analysis of the social perception
measures lGroup Awarencss and Individual Understanding) was conducted in
the threce harde-core samples only, by productsmoment correlation of each
of the item deviation scores for each item with the criterion in each
sanple. Itom selection acrous samples resulted in the reduction of the
Uroup Awarencss Tost from two 75e-iiem forms to one 75eitem booklet, and
the reduction of the Individual Undergtanding Test from two 75-item forms
to one 7H-item booklet.

Congnand. Judgment Test. In the cawe cf the Speeded Practical Judgment
Test, which is on moving picture £ilm and requires s special ansver sheet,
time did not permit any attempt at revision. However, in the three hard.
core samples, each option of each item was biserially correlated with
the criterion to provide the basis for later development of empirical
keys.




Table 7

MEANS, STANDARD DEVIATIONS, AND VALIDITY COEFFICIENTS OF SPECIFIC
INFORMATION TEST SCORES IN THREE HARD-CORE SAMPLES

Samples
Combat {N-L33) Admin (N-L01) |  Tech (N-143)
Test Key M sD r M 3D r ho 3D r

Tactics

Items selected in
preiiminary analysis a c
(6L items) 39.1 5.3 .17 37.1 5.2 .11 | 3L k., .00

Remainder (8 items) |2%.1 4.2 .12 |23.2 41 .05 | 23.8 L2 .10

w

Logiatics (Technical)

items selected in
preliminary analysis

(63 1tems) 28.7 74 5% | 288 84 0P| 353 66 .05
Remainder (kb items) |26.3 3.5 .09 158 3.7 .04 | 17.2 3.6 =.02°
logistics (Smmly)

uumm;:t '
pre s

(% 1tams) 259 %9 .09 | 267 6.0 .12*| 27.3 6.0 .2k
Pematnder (69 1tems) 270 M€ .03 | 27.0 L9 .00 | 27.6 5.3 .ob
Liaahslal MHenasement

Imuhcud ini
e nary analysis
(67 ttema) 3.h 1.3 -.05" k.5 13.1 .ok 37.3 10.5 .16%

Remainder (35 items) 12,2 2.6 .06 | 120 2.9 ,08 | 11.7 30 .08

2-Test Multiple R - - .19 - e 17 - - .21
3=Test Multipls R - - 2 - - «20 - - 21
.IW scere iy sel 4 I 1ts samp
* 4 score soquentially sel d in ite
“lllnnuc quontially sel d in Mo

- 34 -
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AVERAGE ITEM-VALIDITY BISERIAL COEFFICIENTS AJD P-VALUCC FOR GENERAL
DNFORMATION REFINED £2Y5 I THIEE HARD=-CORE SUPLLS

Table 8

PN AT

Ny

Sanples

- o of Sorbat Administrative _ lcchnical
SubJect latter Ares Iters Avg r Avgp Avg r AVED aAVEY AVE P
rganized Sports 3k LOh 61 O .62 01 .6
‘ature Sports 1k .05 60 -.01 56 L0 .56
am Facts 23 N N .02 .52 o) S
iology ard licdicine a2 «.01 .51 -.01 RS -.C3 .53
'sychology and Psychiatry 10 00 RIS -2 RN e «39
‘echanical Information 39 .05 61 .05 61 «.03 LT
‘hysics a1 06 .56 O .56 O LT
‘hemistry 7] 00 k9 02 W49 -0 W&
‘istory and Philosophy of Science 18 0l 37 01 36 .02 3
thematics 36 05 W52 W01 .57 .03 TG
anes 15 B -JY- ) 00 53 O W58
xt 47 1 S 1 00 .36 02 L3
usic 1% «.03 oD 01 b2 =02 Sl
ntertairment 18 00 .3 0L % =03 .93
1terature 26 -0 W 01 Wb b
‘orld Affairs and Politics 3 01 57 01 +55 - 02 +55
ociosEoonomic Facts 19 202 b7 .01 A6 .03 M5
uantitative Miscellany 8 O 56 00 W58 .02 &2
on=Quantitative Miscellany 13 02 62 SOl 65 .01 .62




EFFECT OF SBORTENI:G THE FOUR SPECIFIC IIFORMATION TESTS
BY ITEM-VALIDITY ANALYSIS

No. of Items Yo. of Items votals

Used in Kot Used in
Sel. in Final Sel. in Final
Prelim. Exper. Prelim. Exper. Prelin-

Neme of Test Anal. Form Anal. Foru icery Final
Tactics 61 25 48 25 10¢ 50
Logistics (Technical) 63 36 Lk 1h 107 50
Logistics (Supply) 50 28 69 22 11y 50
Financial Hanagement 87 k2 35 8 120 50

TOTAL 261 1n 196 69 57 200

Soores on all six Physical Skills and
th the criterion in all eight swnples
as showm in Teble 11, The results were disappointing, but in order to
retain scme weasuremsnt in this ares, vith emphasis on the combat swmple,
the Two-Xand Coordination, Kneeling Basketball Throw, and Endurance Crawl
tests were selacted £0r inclusion in the shortened bdattery.

§;




7 e .
BFFECT OF SHORTENING 19 GENERAL [NPORMATION SUBTESTS
. BY ITEH-VALIDITT ARALYSIS

ol

do. of Items lio. of Items s G
1u i Used In .
Jel, in Final Jel. n Fizad k-
Prelim. Exper. Prcliin,  sSxper. Eo S A
Jubject Matter Area Anal. Form Anad. Foru oo Jlinal 3-'
Orgunized 3Sports 3, 23 12 6 L 29
‘ature Sports 1h 10 3 5 22 15
Farz Facts 23 13 11 5 3k 16 -
Biology and ledicine Ay 13 o G 53 1z
Psychology and T.yshistry 12 10 6 B 16 1% 3
sectanical. Informaticn 3¢ & ] L 50 25
Prysics 21 13 6 4 27 17
Chemistry 22 16 L 0 26 16
History and Philosophy of scienoce 18 8 20 T X 15
Mathx_.tics 36 18 16 o 52 27
Gares 15 _ t# 7 W 22 10
Art o a 9 6 26 18
Music s W u 6 20 16
Entertainpent 8 33 5 3 21 18
Literature 26 -] 21 12 b7 32
World Affairs and Politice n 12 26 19 o7 b
Joeio-Econonmic Facte 19 9 19 13 33 22
Guantitative Misoellsay 8 7 13 7 a1 16
“on=quantlitative Miscellsny S -2 5 S A a0
oML 4o1 2%, 23 kg Ghls koo

L]
ftema were added 1o 1he Puvchology and Peychiatey area from the Becio-Econamic Facie Sa,
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Tests in Order of

| stration
%—W- ‘rance Two-fand

t e ert )

Sexple (if) Run® Throw Jump Ups  Cram®  Coord

Heyd-Core:
Combat {(433) .00 410 .05 .08 -1 15
Mpin (LO1) -.06 -0k .06 .02 -.06 .02
Tech (149) -09 =10 =03 -0l QL 1

Suppiementary:

Artillery (178) -.02 06 01 Ok .12 -0
Comb Stare (132) +00 «09 .05 .03 ~.08 .03
Lo (Tech) (17h) 551 -3 w12 =06 .08 .06
Log (Bupply) (361} )y W06 +OR .02 +00 .06
Leg (Oea) (22, o) RS b +06 -0k .22

.;‘ u-------n-lnn-ni-iil.nn-!uii-i-u---L__

a ' .
Pnotoere 00ut, vurh il § law siess Mlioties Sigh posiernunse, sad & Rigstive eorrelation eoalliciont indicates positive valldity.




SECTION I. DEVELOPMENT OF SITUATIONAL CRITERION TESTS

Initial Test Content and Test Summaries

The initial sources for situational test content in «ll three areas
were the MOS descriptions, Technical and Field lianuals, and related publi=-
cations vhich had already provided the basis for preliminary grouping of
officer jobs and the delineation of three troad job areas. These ra=-
terials had also guided development of the specific information tests of
the predictor battery.

For the technical and administrative aresas, outlines of criterion
test coverage had been prepared by September 1957. Expansion of situa-
tional test ideas into two-page summaries was completed while development
of tests in the combat area was still in the exploratory staege. In all,
31 test swmaries were prepared for the two areas. By the end of Sep-~ .
terber 1550, APRO personnel had completed review of the 31 teclnical and -
adiministrative test summaries with appropriate Army speclialists. Jix '
techinical and six administrative tests were chosen for further develop-
nent.

In the canbat area, further guidance was obtained by interviewing -
casbat experienced officers in the “ashington area, viewing combat filns,
and examining cocbat histories, training films, and Ammy Training Tests.
Also, conferences were held with coxbate-experienced officers at the
Intantry, Armor, Artillery and lis.ile, and Air Defcnse 3chools. Con-
fereuces were also held at the Army Var College, Carlisle Barracks,
Pernnoylvania, at the Combat Developments Experimentation Center, Fort Ord,
California, and with OFFTRAIN and JLATTRAIN task personnel at the U, 3.
Arny Leadership Human Research Unil, Monterey, California. An overall
concept of situational test coversge and a list of potential test ideas
vere developed for the combai area. At this point (1958), arrangements
vere made for a specially constituted panel of civilian psychologists to
review the research approach to the cambat oriterion, the overall concept
of situational tust coverage in the combat ares, and the potential test

ideas™ .
Gince all eriterion examinees were to perform all situational tests,

ideas for the combat offiosr tests were bdased on branch immaterial prob-
lems not requiring specialized armor or artillery training. Arrangements

2/ The panel consisted of Dr. John C. Flanagan, President and Director of
Research, American Institute for Research; Dr. John K. Hemphill,
Research Associate, Educational Testing Service; and Dr. Robert L.
Thorndike, Chairman, Psychology Department, Teachers College, columbie
University.
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vere made for review of situational test material of a generalized coubat
nature at the Infantry School, Fort Benning, Georgia. In October and
Hoverber 1953, APRO research scientists spent 15 maneweeks with experts
of the Faager Departmernt, Delta Cormittee, and Platoon Tactics Committee
at Fort Senning develcping situational test summaries for the combat ares.
Arter appropriate revision, eight coubat test sumaries were identified
for further developrent. The selection was aided by consultation with
specialists of the Infaentry, Armor, .xrtillery and Missile School, and
fron USCONARC, who cam~ to washington for the purpose.

In all three areas, ovcrall covera e and test summaries were pre-
pared with a view not oxly to representative military requirements but
also ioward development of a realistic and meaningful NAAG narrative.
In each bro=d arca a tabulation was prepared showing the nmilitary-
psychological ractors to be measured by each lest. (Figure 10).

Draft Scenarios of Test Action

Yo expand tihe test summaries into scenarios specifying the sequence
of test action and to establish the precise aspect of tun aciion to be
gcored, APRO research psychologists had to work Jointly with Army suojcct-
natter experts. During the first half of 1959, AFRO personnel visited the
following schaools to develop the action for the technical and adninistra-
tive tests: The Engineer School at Fort Belvoir, The Adjutant General
School at Fort Benjamin Harrisgn, The Quartermaster School at Fort Le~,
The Transportation School at Fort Eustis, and The Signal School at Fort
Monmouth., In addition, further scenario development for one set or tests
linked by the story line of the MAAG narrative was conducted in WJashington
in consultation with Engineer, Quartermaster, and Transportation Corps
experts. Through DCSPER coordination, a field-gradz cowbat officer was
designated to work with USAPRO personnel in expanding the combat officer
test amriel into dntt scenarios and in identifying points to be
scored

The draft sosnarios were awn trial adninistration before Leing put
into test manual forwm, in order to check on feasibility of administration,
naturalness of dialogus, realism, military meaningfulness, observability,
and practicablility for sooring purposes. During this phase, further de-

and revisions in sosnarios and score shests were accomplished.
For the technical and administrative tesis, task personnel conducted the

tal trials ih oollaboration with appropriate subjectematter
syecialists, primarily at the Quartermaster, Signal, and Transportation
Sohools. By ocooxdination with USCONARC, all developmental field work on
the oombat officer test problems vas done at Fort Ceorgs G. Meads,
Maryland. A fulle-time project officer and an enlisted temn of the Third
Arrovred Cavalry Regiment worked jointly with AFRO personnel in field
development and revision of the c~wbat scenarios,
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Figure 10. Military-psychological behaviors in situational criterion performance tests.
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When in nidm12tY) DOSPER determined there was no possibility of
establishing one or more officer evaluation centers with sufficient per-
sonnel to adrinister a five-day situational criterion, the six technical,
six administrative, and eight combat test preblems were further reduced
to three technical (one very elaborate), four mdministrative, and five
combat tests. During 1959 and 1960, the Task's main effort was the exe
pansion of these twelve situational test scenarios into full test presen-
tation. Uork began on the preparation of manuels for the twelve tests.
To provide flexibility for possible later use, each situational test
manual was so constructed that the perforrance test could Le adminise
tered either by itself cr Jointly witl other tests in a total narrative
franework.

& For each test, the basic scenarios, scoring instruments , aud other
supplemental materials were orgenized into standard manual format with
structure as typified in Table 12. As each manual was completed, it was
forwarded for quantity reproductior with “he intention that printed
manuals be taken to the appropriate branch schools for critical review
ard indorsenent by subject-matter experts of the school faculty.

Review and Field Tryout

Review at Branch Schools. By arrangement with USCOIARC, ell situa-
tilonal test manuals were reviewed and tried out at the cognizeant Branch
Schools: The Quartermaster School (Fort Lee); The Adjutant General's
School (Fort Benjamin Harrison); The Transportation School (Fort Eustis);
The 3ignal School (Fort Monmouth); The Engineer cchool (Fort Belvoir);
and The Infantry School (Fort Benning).

At each school, faculty experts reviewed test content from the point
of view of nilitary meaningfulness and technical accuracy, checked the
scoring and relative weights where periinent, collaborated with APRO re-
search sclentists in making needed revisions, and gave theilr Indorsement
to the revised manuals. Each test was ther administered to six lieu-
tenants, some with relevant experience and some without, for further
verification of feasidbility and adequacy of instructicns, and for the
experience gained in training personnel to administer the tests. All
five oombat officer tests were reviewed and tried out in this manner at
the Infantry School, Fort Benning, Georgia.

.%‘h %t the OEC, When the Ufficer Evaluation Centexr was cotab-
1is at Fo e » Alabama, and the first few officers of its
staff had reported in, the work of tryout and modificetion continued at
the nev location. After seeing the total structure of the situational
tests in operation for the first time, research pergonnel decided that
there were insufficlent measures in the technical area. Further, one
test designated technical was found not to have substantive tecinical
content, and 1t was redesignated an administrative test. Tuerefore,
beginning in January 1963, a crash program to develop three more technie-
cal tests was undertaken.
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TYPICAL 3TRUCTURE OF SITUATTOIAL TE3T MAITUAL

“lumber

Contents of Pgﬁes

PREFACE 1 <

(Provides over-all MAAG setting and the
immediate narrative situation in which the
particular test problem occurs.)

I. OVERVIEW

Purpose

Swmery of Test Action

Summary of Scores Obtained

Summary of Personnel &nd Time Requirements

ny

I1. AREA AND EQUIPMENWT REQUIREMENTS L
Genersl
Physical Layout
Fouipment
III. TEST SCHEDULE N

Preparation for Testing
Action Sequence (Detailed time chart)

Iv. LU3TRUCTIONS T0 EXAMINERS N 15
Over«All Approach
Roleg of the Examiners
Adsdnistration of the Problem (ACLUAL SCENARIO)
V. RECORDING AND SCORING THE EXAMINEE'S PERFORMAICE 1
{Letalled instructions for each scoring document)

VI. APPENDIXES 1

(Checklists, maps, messages, and similar
requirements used by examinees or examiners)

TOTAL PAGES 52




The experience of Task persomnel in developing the twelve original
tests permitted some shortcuts in this new effort, although contact was

~maintained with the tognicant schools and with other subject-matter ex=

perts. lanuals were assembled following the already established pattern,
and dry-run triels were ccenducted at the OEC itself. By the end of June
1963, all mcasures were operating in final form at the Center.

After the OEC staff had reached full strength and had become profi-
cient in administering the situational measures (first singly, and then
as an intecrated exercise), pilot groups of locally obtained lieutenants
were tested. %he period of shakedown op2ration continued throupl). June
1963. Detailed refinewents in individual tests and the overall :AAG
narrative were worked out.

In final form, the Differential Officer Performance Battery consists
of 15 situational tests--five technical, five administrative, and five
cambat. Tigure 10 shows the general structure of military-psychological
measurement in the total exercise.

SECTION 1ll. PLANNFD STATISTICAL PROCESSING AND ANALYSIS

Officer Prediction Task efforts are projected to include continued
collection of predictor data into 196L, administration of the situational
criterion test exercise at the OEC through June 1965, additionsal analysis
of predictors in both the 1958-1959 ard the 1961-1962 ratee samples, pro-
cessing of both predictor and criterion data, organizavion of the dats
for analysis, and differential validity analysis.

Predictor Dota

Three kinds of predictor data are expected to be ready for differ-
ential validity analysis by July 1964, a probable first cut-off date for
situational criterion data collection at the QEC:

- ted Sub . Scores on sets of DOB items weie
ident n - ratee sample on the basis of relatlonship to
rated performancs in the hard-core technical, administrative, and combat
subsamples. Scoring formulas, or keys, for these grecups of items will be
validated firat agairst ratee criterion data obtained on technical, ad-
ministrative, and combat officers in the 1961-1962 sample, and finally
against the situational performance criteria in the COEC job area subs
samples, .

The Subject=Matter Item Clusters. Clusters of items in the celf-
description 553 Information (interest) instruments are being delineated
by subjJect-matter on a Judgmental basis. These clusters will then be
refined empirically by internal analysis using cases in the 1961-1962

sample., This phase will involve identification of suitable samplcs for




analysis, and the iteration of itenesubscore correlation analysis for
expirical refinement u. the item clusters. 3cores on the refined keys
vill then be obtained for all DOB examinees. (Deta are available [or
hypothesizing the most valid clusters for the varicus job arcas, based
on results in the 1958-1950 ratee sauple. Thus wnbissed validity ese
timates for these clusters can be obtained in the 15{1-17C2 rample.)
Eppirically defined predictors which are psyclolozlcally nearnincsful are
desirable for use by students and incauinp oificers for selfe-analysis
and for counsellir:, as well as tur operational guidarce in tranch and
duty assignuent.

Opcrational Data. One element in the evaluation of the exprrimentel
predictors wi e the possible improverient they offer over neasures

currently used in the various selection programs through which the Army
procures its officers. For two-year reservists, operational data used in
selection and branch assignment include score on the ROLC Gualifying
Exgmination, college major, collere grede-point average, and stated pre-
ference for branch assignment. jvallable data of a comparable nature
will be processed for Regular arry ofticers entering service as ROTC
Distinguished jdlitary Graduates ¢r as U. 4. Military scadery graduates.

Preliminary Analysis of Criterion Da'a

Job descriptions and Job perforrance ratings are obtained on all
officers in the examinee sanples. The reatings provide one criterior on
all predictor cxaminees. On the basis > Job descriptions, hamogeneous
subsamples will be egiablished corresponding to those analyzed in the
1953-195¢ sample. Criterion rating acores computed on these officers
will pernit validation of Jobeorierted scoring keys established in the
carlier gample. Within any subsample, those officers selected tor QEC
criterion testing will constitute a special subsample for comparison of
rating and situational oriterion.

Situational performance test data from the 15 tests of the DOPB
will be subjectad %0 correlational analysis to evaluate the internal con-
pistency of ths 15 problexs and of scores in the three broad arease-
technical, administrative, and combate. These data will be examined sepa-
rately in each of the three 300-0fficer samples in oxder io determine the
affeat of type of Aruy duties on level and oorrelational behavior of
soorus, The outcome will guide considerations of vhether subsequent
validity analysis must be oonducted separately in each of the three san-
ples or oan be based on the cambined 900-0fficer saxple with three main
eriterion soores for each case.

Similar analysis by Jobearea sazple will also be conducted on the
auxiliary criterion data reflecting branch and Job satisfaction and
career intention of the OEC examineu. In saddition, the actual retention
criterion will become available for these exaninees as their terms of
obligated service expire.




Validity Analysis

The primary focus will be on the tests of the mininmum hypothesis in
the OEC sauple. ELach of the 900 situational criterion cases will have
three perforrance scores reflecting technical, administrative, and combat
performance. If the technical predictor is more valid for technical pers
formance than are the administrative and combat predictors and if it is
zore valid for technical performance than it is for administrative and
combat perforuance--and if similar results are attained with the other two
predicters--then the minimun hypothesis is upheld and abilities to meet
the dilfering psychological requirerents of the three kinds of officer
Jobs are differentlally predictable.

Also in the OEC sample, the velldity of the predictors will bve
exauined agaliat the auxillary criterion measures of branch and job
gsatisfaction and strength of caier intention to deteruine whecher ueans
exist for placi.p nevly coemigsioned offlicers in branch and Job assign-
nents wilcl. will uviliaance tesiy feclings of satisfaction and their dis-
position tc becow carcer officers. Iinglly, the interrelationships
ao; the siuixi’onal oriverion scores, the auxiliary criteria, and the
Job perfonaice ratlig will be exardned.

In the larzer group having the rating criterion, the three types of
predictor (Jobeoriented DOB subscores, subject-ratter DOB subscores, and
operational data) will Lo validated by similar differential analysis.
For this study the sample will be brolken down into eight subgsroups
matching those analyzed in the 1953-1959 examinee sample. JSince these
subsanples represent & more refined breakout of officer jobs than do the
taree broad areas of technical, sdministrative, and ccmbat Jobs, a
favorable cutcome in these groups could permit the selection of predic-
tor content for operational use over a fairly wide range of officer Job
types.
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